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ARTICLE 1 PREAMBLE 
This agreement is made pursuant to Article 14 of the Cid Service Law of New York State and 
entered into as of the 8' day of May, 2003 between the City of Corning, New York, hereinafter 
referred to as the "Employer" and the Civil Service Employees Association, lnc., Local 1000, 
AFSCME, AFL-CIO, for the City of Corning Unit 8702 of the Steuben County LocaI 851, 
hereinafter referred to as the "IJnion". 
ARTICLE 2 - RECOGNITION 
Section 1. The Employer hereby recognizes the Union as the sole and exclusive 
negotiating agent for all Employees of the Employer, including per diem Dispatchers; but 
excluding policemen, firemen, temporary and seasonal Employees, members of the CSEA 
Supervisory Unit, and those positions that are management or confidential for the maximum 
period permitted by Law upon the date of execution of the Agreement. 
Section 2. In the event new titles are created by the Employer during the term of'this 
agreement, the Union shall be informed, in writing, within five (5) work days subsequent to the 
establishment of such title($. In the event the Employer and the [Jnion cannot agree as to 
whether the new title(s) are to be included in the bargaining unit, the parties agree to submit the 
question to PERB. 
Section 3. All covered members shall be entitled to the benefits as described in this 
Agreement unless specifically excluded or adjusted herein. Per diem Dispatchers shall not receive 
any benefits under the contract. However, if a per diem employee works an average in excess of 
twenty-two (22) hours per week during any quarter, that employee shall be credited with a 
prorata allocation of benefits, exclusive of health insurance, in the next quarter. The prorata 
allocation shall be computed by taking the average hours worked and dividing it by forty (40). 
Section 4. The City Manager may contract out or eliminate the work and podion of 
part-time laborer, responsible for janitorial services at the Corning Senior Citizen's Center. 
Further, should the duties at the Senior Citizen's Center require an increase from part-time to full- 
time hours, or if additional duties are added that result in a W-time position beiig created, the 
position shall become part of the CSEA bargaining unit. CSEA in no way waives its exclusivity 
to duties being performed by bargaining unit members and the City agrees there will be no 
assignment of work other than the part-time janitorial duties at the Senior Citizen's Center. 
Section 5. The position of Fleet Service Manager will be moved to the CSEA 
Supervisory Unit should it become vacant. 
ARTICLE 3 - DUES CHECK OFF AND UNION SECURITY 
Section 1. The Employer shall deduct fiom the wages of the Employees and remit to 
the Civil Service Employees Association, Inc., 143 Washington Avenue, Albany, New York 
12210, regular membership dues and Union sponsored insurances for those Employees who have 
signed an appropriate payroll deduction auihorization(s) permitting such decluction(s). The 
Employer agrees to deduct and remit such monies exclusively for the Union as the recognized, 
exclusive negotiating agent fix the Employees. For Union spo~lsored insurances which require 
premiums be submitted directly to insurance company, the Employer will transmit such premiums 
directly to the address specified by such company. 
Section 2. The Employer shall fUrnish the Union with a complete list of names, home 
addresses, work locations and position titles of all Employees in the negotiating unit covered by 
this Agreement, and will within thirty (30) days after the end of each pay period M s h  the Union 
with a listing of names, home addresses, work locations and position titles of newly hired, 
reinstated or transferred Employees, as well as a list of Employees who terminated employment in 
the negotiating unit. The Employer shall also supply a list of a l l  dues paying members and a 
separate list of those who are non-members. 
Section 3. CSEA, having been recognized or catitid as the exclusive representative 
of Employees within the negotiating unit, shall be entitled to have deductions made fiom the wage 
or salary of Employees of said bargaining unit who are not members of CSEA, the amount 
equivalent to the dues levied by CSEA and the fiscal or disbursing officer shall make such 
deductions and transmit the sum so deducted to CSEA. 
Section 4. CSEA shall only be entitled to dues for per diem Dispatchers when said 
Dispatcher(s) work an average in excess of twenty-two (22) hours per week during any quarter. 
Section 5. The fiscal officer making such deductions will transmit these amounts to 
CSEA, 143 Washington Avenue, Albany, New York 12210. The deduction will be accompanied 
by a listing indicating the name and address of those Employees who are not members of CSEA. 
Section 6. CSEA agrees to hold the City of Corning safe and harmless because of said 
deductions. 
ARTICLE 4 - MANAGEMENT RIGHTS 
Any and all rights, powers and authority the Employer had prior to entering into this Agreement 
are retained by the Employer, except as expressly and specifically abridged, delegated, granted or 
modified by this Agreement. 
ARTICLE 5 - , UNION RIGBTS 
The Union shall have the sole and exclusive right with respect to other Employee organizations t< 
represent all Employees in the defined barg- unit in any and all proceedings under the Public 
Employee's Fair Employment Act, under any other applicable law, rule, regulation or statute, 
under the terms and conditions of this Agreement; to designate its own representatives and to 
tppear before any appropriate official of the Employer to effect such representation, to direct, 
nanage and govern its own affairs, to determine those matters which the membership wishes to 
 egot ti ate within the terms herein and to pursue all objectives h e  fiom any interference, restraint, 
:oercion or discrimination by the Employer or any of its agents. The Union shall have the sole 
d exclusive right to pursue any matter or issue including, but not limited to, the grievance and 
tppeal procedure in this Agreement and pursue any matter or issue to any court of competent 
urisdiction, whichever is appropriate. 
4RTICLE 6 - UNION REPRESENTATIVES 
Section 1. The Union may designate one (a) bargaining unit Employee as Union 
ielegate. 
Section 2. The Employer shall be notsed of the name of the delegate thusly 
lesignated. 
Section 3. The designated delegate will be permitted to attend the Union's Fall and 
Spring conference meetings, without pay. 
Section 4. The Employer shall be notified at least one (1) week in advance of the 
meting that the delegate will be attending such meeting. 
Section 5. The Union shall be allowed a maximum of two (2) designated grievance 
epresentatives for any single grievance proceeding. Employees designated as the grievance 
epresentatives within each department shall be allowed to handle grievances of Employees and to 
epresent Employees at all stages of the grievance procedure with no loss of pay. 
Section 6. Officers and representatives shall be afforded such time off without loss of 
bay as may be required for the performance of their duties in regards to the interpretation, 
pplication and enforcement of this Agreement. 
LRTICLE 7 - AGREEMENT 
Section 1. The Employer and the Union acknowledge that during the negotiations 
vhich resulted in this Agreement, each had the unlimited nght and opportunity to make proposals 
vith respect to any subject or matter not removed by law fiom the area of collective negotiations. 
Section 2. This document constitutes the entire agreement between the parties and no 
verbal statement or other agreement in whatever form, except an amendment to this Agreement in 
written form and annexed hereto and specifically dealgnatd as an amendment to this Agreement, 
shall supersede or vary any of the provisions herein contained. 
ARTICLE 8 - NO STRIKE - NO LOCKOUT AFFIRMATION 
The members of CSEA hereby affirm pursuant to the provisions of Section 207, Paragraph Three 
(3) of the Public Employees Fair Employment Act, to wit, that it does not assert the right to strike 
against any government; to assist or participate in any such strike or to impose an obligation to 
conduct, assist or participate in such a strike. The Employer a f k m  that it will not lockout 
Employees during the life of this Agreement. 
ARTICLE 9 - SAVINGS CLAUSE 
Section 1. If any Article or part thereof of this Agreement or any addition thereto, 
should be decided as m violation of any Federal, State or Local law; or ifadherence to or 
enforcement of any Article or part thereof should be restrained by a court of law, the remaining 
Articles of this Agreement or any addition thereto, shall not be affected. 
Section 2, If a determination or decision is made as per Section 1 of this Article, the 
original parties to this Agreement shall convene immediately for purposes of negotiating a 
satishctory replacement for such Article or part thereof 
Section 3. IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY 
PROVISION OF THIS AGREEMENT REQUIRING LEGISLATION TO PERMIT ITS 
IMPLEMENTATION BY LAW OR BY PROVIDING ADDITIONAL FUNDS THEREFOR, 
SHALL NOT BECOME EFFECTIVE UNTIL AN APPROPRIATE LEGISLATIVE BODY 
HAS GIVEN APPROVAL. 
Section 4. Whenever the context so requires, the use of the words herein in the 
singular shall be construed to include the plural and words in the plural, the singular, and words 
whether in the masculine, hinine or neuter genders shall be construed to include all of said 
genders. By use of either mculine or fkmhbe genders, it is understood that said use is for 
convenience purposes only and it is not to be interpreted to be discriminatory by reason of sex. 
ARTICLE 10 - PAST PRACTICES 
Any past practice or benefit presently in effect and not modified or abridged by this Agreement 
shall continue in full force and effect for the term of this Agreement. 
ARTICLE 11 - CONTRACT COPIES 
The CSEA shall reproduce and make available copies of this Agreement to aU Employees and 
other interested parties. The copies shall be printed with the size to be determined between the 
Employer and the Union. 
ARTICLE 12 - BULLETIN BOARDS 
The Employer shall make bulletin boards available at all appropriate work locations and/or places 
of assembly; the number, size and location to be decided jointly by the appropriate Employer 
representative and the Union. Such bulletin boards shall be for the exclusive use of the Union for 
announcement of meetings, posting of Union bulletins, election notices and for any and all matters 
relative to Union business and shall not be of a controversial nature. 
ARTICLE 13 - UNION ACCESS 
Section 1. The Union representative shall be allowed reasonable access to Employees 
during working hours for the explanation of insurance plans and Union business. 
Section 2. The Union and its designated agents shall have the sole and exclusive right 
to access to members of the bargaining unit during working hours to administer this Agreement 
and to explain CSEA sponsored benefits and programs. 
ARTICLE 14 - SENIORITY 
Section 1. Seniority is defined as the length of continuous service with the Employer. 
Section 2. For layoff purposes, an Employee's seniority shall determine the order to 
be followed. If there is going to be a reduction in a classification, Employees in that classification 
who are probationary, and/or part-time, must be laid off first and then other Employees in that 
classi£ication must be laid off fiom the reduced classification in the reverse order of their seniority. 
Having exhausted his seniority in his current title, the laid off Employee shall exercise his seniority 
to displace an Employee with lesser seniority than he on other job titles he had previously held or 
jobs in the same promotional ladder. Until June 30,2006, the City will provide the CSEA 
President with written notice at least thirty (30) days in advance of any layo&. Recalls shall be in 
the inverse order of layoff. In departments that do not rotate shifts, shift preference shall be 
decided by seniority. 
Section 3. As used in Section 1 of this Article, continuous service includes only those 
periods when an Employee is on the Employer's active payroll and those periods when an 
Employee is: 
a) On leave of absence; 
b) On layoff not exceeding two years; 
c) Absent from, and unable to pelform the duties of hislher position by 
reason of a disability resulting from illness or occupational injury or disease 
not to exceed one year; 
d) Such other periods of service, if any, as the Civil Service Law requires to 
be treated as part of the Employee's continuous service. 
Additional seniority does not accrue and is h z e n  during any period where any Employee is off on 
an authorized leave of absence covered by paragraphs (a) through (d) above. 
Section 4. Subject to applicable provisions of the Civil Service Law, if any, an 
Employee loses his seniority only when one or more of the following occurs: He resigns (unless 
he is reinstated within the period permitted by any provision of the Civil Service Law applicable to 
him); he is discharged; he retires; he rekses a recall. 
Section 5, If two (s) or more Employees are hired or appointed on the same date, 
their relative seniority shall be in the order of their hiring or appointment, as the case may be, by 
the appointing or hiring official. 
Section 6. Any person hired by the Employer shall not be given a salary or hourly 
wage which exceeds the starting salary or hourly wage for Step 1 of their respective Grade. If a 
higher wage is paid to the new Employee, sll salaries or hourly wages of Employees involved in 
the same job title will be increased by the a r e n a  between the starting wage or salary and the 
wage or salary paid to the new Employee. These provisions shall not apply to Grade Seven (7) or 
Grade Eight (8) classifications. 
Section 7, Seniority shall be the determining b t o r  in the assignment of vacations and 
compensatory days within each department, in accordance with Section 2 of ARTICLE 25 of this 
Agreement. 
Section 8. TemporarylSeasonal Help: The City may employ temporary/seasonal help 
as it deems necessary. Such temporary/seasonal help shall be employed in the entry level 
positions and shall not exceed the Step One (I) rate of the title held by such Ernplo yee(s). 
Temporarylseasonal help shall not be considered as Employees under the terms of this Agreement 
and shall not be entitled to benefits contained herein. Should a temporary/seasonal posit ion 
mature into a permanent position, the Employee's seniority date shall be the first day of 
employment in the permanent position. 
Per Diem Dispatchers: Per diem dispatchers will be paid at the entry level 
rate for dispatchers. The City will coordinate a system to train and implement a call-in system and 
shall also develop a system for scheduling dates and times of availability for the call-in per diem 
dispatchers at least ten (10) days before the next succeeding month. 
Per diem dispatchers shall not work more than twenty-two (22) hours per week and they shall not 
receive any benefits under this contract. However, if a per diem dispatcher works an average in 
excess of twenty-two (22) hours per week during any quarter, that employee shall be medited 
with prorata allocations of benefits, exclusive of health insurance, in the next quarter. The prorata 
allocations shall be computed by taking the average hours worked and dividing it by forty (40). 
Section 9. For the purpose of this Agreement, a seasonal position shall be deked as a 
position where the nature of the service is such that it is not continuous throughout the year, but 
recurs at approximately the same time in each succeeding year. A temporary position shall be 
defined as a position of limited duration, generally three (3) months, but less than six (6) months. 
A seasonal d o r  temporary employee m y  be hired for six (6) months or less in any fkcd year. 
Employees hired as ''temporary" for a period of six (6) months or less in any fiscal year shall not 
be brought back as "seasonal" for an additional six (6) months. Employees hired as "seasonal" for 
a period of six (6) months or less in any fiscal year shall not be brought back as ''temporary" for 
an additional six (6) months. No seasonal or temporary employee will be entitled to benefits as 
provided in this Agreement. 
ARTICLE 15 - OUT OF TITLE WORK 
Any Employee required to work in a job title fir more than three (3) days in any fiscal year, as 
assigned by hislher department head or the depart.ment head's designee, that pays a higher rate 
than does his regular-job title shall be paid the higher rate of pay for dl hours worked in that title. 
Employees who are on step shall be paid the step rate of pay for the grade of out-of-title work in 
accordance with his/her current years of service. Employees off step shall be paid the same step 
rate amount of pay as employees on step for the grade of the out-of-title work in accordance with 
hidher current years of service added to hisker current hourly rate. 
ARTICLE 16 - PROMOTIONS/JOB POSTINGSNACANCIES 
Section 1. Any employee who is promoted to or moves to a higher paid job title and 
grade shall be placed in the new job title and grade in accordance with hidher current years of 
service. Employees off step shall receive the same step rate amount of pay as employees on step 
for the new job title and grade of the promotion in accordance with his/her current years of 
service added to hisker current hourly rate. 
Section 2. Cormetitive Class: Positions in the Competitive Class of the Civil Service 
shall be filled solely pursuant to Civil Service Law and applicable local Civil Service Rules. 
When a job vacancy occurs in a Competitive Classification within the bargaining unit, such 
vacancies shall be posted on all CSEA designated bulletin boards either ten (1 0) days prior to the 
position being filled or thirty (30) days prior to the examination's last filing date in accordance 
with Civil Service Rules. During the posthg period, employees may apply for a lateral transfer, in 
writing, to the appointing authority. 
Section 3. Non-Cometitive and Labor Class: When a job vacancy occurs within the 
bargaining unit, the Employer will be responsible for the posting of the announcement of such 
vacancy on all CSEA designated bulletin boards at least ten (1 0) days prior to the date such 
vacancy is to be filled. Announcement of vacancies shall contain the title of the position to be 
filled, minimum qualifications required for appointment and the number and work location of the 
vacancies. 
When such vacancies are announced as provided above, Employees who wish to be considered 
for appointment to such vacancies shall be allowed to file appropriate notice with the appointing 
authority; provided, however, that such notice nlust be filed within ten (1 0) days following the 
announcement of vacancy. In the event more than one (1) employee applies for the position, the 
appointing authority may fill the position fiom the top three (3) employees having the greatest 
amount of seniority, and who are qualilied according to the specifications fbr the position. 
Section 4. The rules in Section 3 shall apply to non-competitive and labor class job 
openings only and shall not apply to competitive and Grade Eight (8) classifications. 
Section 5. On any job title posted by the Employer and not bid upon, the Employer 
may hire fiom the outside at a rate not to exceed Step 3 of the appropriate salary schedule or the 
rate of pay being received by the lowest paid Employee on that schedule, in that job title (as listed 
in Appendix A), whichever is lower. These provisions shall not apply to Grade Seven (7) and 
Eight (8) classifications. 
Section 6. The Union will be notified by the Employer as soon as practical, but in no 
case later than the effective date, of any position within the bargaining unit which is to be 
reclassified 
Section 7. Schooling for promotion andlor job advancement, paid for by the 
Employer, either through direct pay or paid, released time, shall be offered to all Employees in fhir 
and equal manner. 
Section 8. The City shall grant paid, released time for and shall pay the cost of taking 
one (1) Civil Service exam per year fbr provisional or promotional Employees within the 
bargaining unit, when such test is for permanent appointment to such provisional or promotional 
position. 
ARTICLE 17 - RETIREMENT 
Section 1. The Employer shall provide the New York State Retirement System, the 
non-contributory 20-Year Career Plan, Section 75i, for Tier I and Tier I1 Employees, including 
Section 60b, (which provides a maximum $20,000 Death Benefit) and for Tier I11 and Tier IV 
Employees, the Statutory Retirement benefits. 
Section 2. Should the New York State Legislature authorize the purchase of Military 
Service Credit, then the Employer shall authoiize same for such Employees, provided there is no 
additional cost to the Employer. 
Section 3. Effective July 1, 1992, at the time of retirement, an Employee shall receive 
$1,500 in retirement bonus monies. The Employee shall notify the City within six (6) months of 
his or her expected date of retirement. 
Section 4, In the event of death of an Employee, all monies due the Employee, 
including but not limited to, accrued vacation, appropriate amount (ifany) or appropriate 
percentage of accumulated sick leave, accumulated compensatory time, etc., shaU be paid to 
hidher estate. 
ARTICLE 18 - HOSPITALIZATION 
Section 1. Health/Hospital Plan 
A. The Employer will provide unit members with the Blue Cross/Blue Shield PPO 
Option I Health Plan (BCIBS), with a $15 in-network co-payment, $0 out-of-network co- 
payment, 0% in network co-insurance, 20% out-of-network co-insurance, $0 in-network 
deductible, $5OO/$l,5OO out-of-network deductible, a $1,500 in-network Out of Pocket limit, a 
$4,500 out-of-network Out of Pocket limit, major medical benefits with an unlimited lifetime 
maximum, and College Age 25 Rider. The Plan shall have inpatient mental care, rehab or 
alcohoVsubstance abuse detox benefits. The BCBS Plan shall also have a three-tiered 
prescription drug formulary with co-pays of Five Dollars ($5.00), Fifteen Dollars ($1 5.00), and 
Thirty Dollars ($30.00). 
B. The Health Insurance Committee. The Employer and CSEA further agree to set 
up an advisory health insurance committee consisting of an equal voting representation by the 
Employer and all union representatives for the recognized labor organizations representing City 
Employees who are covered by the City's health insurance plan. The parties acknowledge that 
the Employer and CSEA, together with other City Employee unions intend to review and develop 
alternatives for health and dental insurance coverages, prior to July 1,2004, and to explore the 
possibility of affilkting with a larger insurance pool, either with other municipal plans or through 
a cooperative self-funded plan. The parties acknowledge that current coverages need to be 
collectively discussed, alternatives developed, and a plan implemented by July 1,2004, which will 
ensure a viable health plan at a more affordable cost than currently exists. 
C. Emdovee Contribution: Effective July 1,2003, each unit member having a family 
BCIBS Health Insurance Plan shall pay an employee contribution equal to one and one-half 
percent (1.5%) of their annual base salary to be pro-rated and deducted each pay period. 
Effective July 1, 2003, each unit member having an individual BC/BS Health Insurance Plan shall 
pay an employee contribution equal to one percent (1%) of their annual base salary to be pro- 
rated and deducted each pay period. 
D. Section 125 Plan: Employer will deduct the Employee contribution fbm pay with 
a premium conversion plan so that the contribution is made with pre-tax dollars, unless the 
Employee elects in writing not to participate in the premium conversion plan. The Employer shall 
establish a flexible spending plan under Section 125 of the Internal Revenue Code, together with a 
premium conversion plan. In lieu of dental coverage, the City will contribute Three-Hundred 
Dollars ($300.00) per year to each employee's flextile spending plan account. 
E. Election To Opt Out Of Health/Hospitalization Coverape: Effective April 1, 
1998, any Employee who wishes to discontinue their healthkospitalization coverage for 
hirnseWherselfand any covered dependents must give at least sixty (60) days written notice of 
said election, accompanied by written proof that other health~hospitalization coverage is in effect 
to cover himseWherselfand their covered dependents, if any. Any such election shall be made for 
a period of one (1) year running fiom July 1 through the next succeeding June 30. 
Employees who elect to opt out of the City's healthhospitalization coverage shall not pay the 
Employee contribution for the twelve (1 2) months during which the Employee has declined 
coverage. Although declining healthkospitalization coverage, the Employee and covered 
dependents will remain in the optical coverage as provided by this Agreement without any 
Employee contribution E&tive July 1,2001, Employees who elect to opt out of the 
healthhspitalization plan shall also receive a quarterly payment of Three-Hundred Dollars ($300) 
for opting out of a frunily plan and One-Hundred Fifty ($150) for opting out of a single plan for 
each quarter they remain employed by the City in a full-time position represented by the 
bargaining unit. 
The Employer shall noti6 each such Employee by April 15 of the year during which coverage has 
been declined that the Employee has the right to again elect to opt out of healthhospitalization 
coverage for the next succeeding &a1 year provided the Employee makes a written election and 
again produces proof of coverage as required for such election. 
Section 2. The Union shall have the right to designate a representative fiom the 
Union's Health and Accident Insurance program, to visit the Employees covered under this 
agreement on the job, for the purpose of providing this protection and servicing claims, provided 
however, the appropriate supervisor is notitied and the total assurance is given him that no 
inordinate interruption in the work of the Employee will be involved. 
Section 3. The Employer will continue to provide coverage under Workman's 
Compensation and in addition, will provide, at no cost to the Employee, a Disability Insurance 
Plan containing benefits at least equal to those provided by the mandated "private sector" New 
York State Disability Law, as described in Appendix B, the Joint Laborhagement Committee 
shall establish guidelines for the administration of this Plan. 
Section 4. When a husband and wifk are both Employees of the City and are eligible 
for medical coverage under a family contract, one Employee will elect family medical coverage 
covering both Employees and their dependents. In addition to the coverage afEorded under the 
insurance plan, the Plan member, spouse and dependents will be eligible for reimbursement up to 
$1,500 per calendar year for Out of Pocket medical expense. Allowable expense means any 
necessary, reasonable and customary expense covered by the plan. 
Section 5. Any Employee whose spouse has health insurance provided by the 
Employer, shall be allowed to utilize the benefit of ARTICLE 26, Section 5 herein, and the value 
of the accumulated, unused sick leave shall be credited to his or her spouse's "bank" for 
continuation of coverage subsequent to retirement or to pay for continuation of coverage after 
age 65. 
Section 6. Effective upon ratification of this Agreement between the parties, the 
Employer shall participate in, and pay the 111 premium cost of the CSEA Benefit Fund, for the 
purpose of providing Platinum-12 optical coverage. Guaranteed rates for the EBF are: 
7/1/02 - 6/30/03 $192.60 per year per Employee 
7/1/03 - 6/30/04 $198.36 per year per Employee 
7/1/04 - 6/30/05 $202.32 per year per Employee 
7/1/05 - 6/30/06 $206.16 per year per Employee 
Section 7. Retiree Health Insurance 
Employees, who retire at a mkhum age of 55, who have at least twenty (20) vears service with 
the Emplover and who have health insurance with the Employer at the time of retirement, shall be 
eligible to continue in the MedicaVHospitalization Plan ofired to active Employees at the same 
coverage (individual or fhmily) in effect at the time of retiremnt until age 65. 
Retiree Contribution. Any eligiile Employee who retires after July 1, 1996 and who elects to 
continue their health insurance coverage under this Agreement shall pay in advance the following 
contribution toward the health insurance coverage as Vied quarterly by the City: 
1. Individual Retiree Coverage: Any eligible Employee retiring with twenty to twenty- 
five(20-25) years of service shall pay the same premium contribution as paid by active 
Employees. 
For any eligible Employee retiring with more than twenty-five (25) years service, the 
Employer will pay 100% for the individual coverage. 
2. Family Retiree Coverage: Any eligible Employee retiring with twenty to twenty-five (20- 
25) years service will pay an annual contribution equal to five percent (5%) of hidher final 
base salary at the time of retirement. 
For eligible Employees retiring with more than twenty-five (25) years of service, the 
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retiree contribution will be the same as the contribution paid by active Employees. 
ARTICLE 19 - WORK WEEK AND PAY 
Section 1. The basic work week shall continue as presently established. All 
Employees shall have a basic work week of forty (40) hours. 
Dispatcher scheduling shall provide for an equal distribution of shifts, and a backward twenty- 
eight (28) day rotation of the two (2) consecutive days off. It is understood weekend days off are 
sixty-four (64) consecutive hours in duration, except for the relief dispatcher who shall have forty- 
eight (48) hours for weekend days off. There shall be only one (1) shift change in any five (5) day 
work week except for the relief dispatcher. Said shiR change, if it creats a quick change, shall be 
paid at time and one half for one (1) day. A quick change shall be any period less than sixteen 
(16) hours between shifts. 
Dispatchers shall choose their shift assignments quarterly based on seniority. Selection of shift 
assignments for the four (4) month duty roster shall be according to the following procedures: 
1. The Chief shall post a "Sign-Up Selection Sheet" on the first (1'') day of the 
second (2nd) month of the four (4) month roster. 
2. Employees shall have ten (1 0) calendar days to sign up for the shift selection of 
their choice for the following four (4) month roster. 
3. By the twentieth (20') day of the second (2"d) month of the four (4) month duty 
roster, the Chief shall post the shift selection roster for the next four (4) months 
showing the shift selection. 
Section 2. The pay day shall continue as presently established. 
Section 3. Attached to this Agreement is a pay scale for all employees hired on or 
after July 1, 1997. The payscale is hereby modified to eliminate the 3% COLA on July 1,2003. 
The new pay scale is attached with COLA'S of 3% on July 1,2004; and 3% on July 1,2005. An 
employee's step move shall occur on their anniversary date. For any current employee who is 
"off-step" and was hired on or after July 1, 1997, shall be placed on the nearest step in the pay 
grade for their position effective July 1,2000. 
Employees hired before July 1,2000 with less than ten (1 0) years of service and who are "off- 
step" shall receive the same step rate increment on their two (2) year anniversary date as 
employees who move bbon-step" until they reach their ten (10) year anniversary date. 
Section 4. Except as otherwise provided in this Agreement, the start rate shall be the 
step one (1) rate for each grade. 
Section 5. Recognizing that not all employees will be "on-step", all employees hired 
prior to July 1, 1997 will receive a 0.0% rate adjustment effective July I, 2003. 
Section 6. Recognizing that not a1 employees will be "on step", all employees hired 
prior to July 1, 1997 will receive a 3.0% rate adjustment effective July 1,2004. 
Section 7. Recognizing that not all employees will be "on-step", all employees hired 
prior to July 1, 1997 will receive a 3.0% rate adjustment effective July 1,2005. 
Section 8. Employees who are "off-scale" will receive a longevity increase on their 
anniversary date in the following amounts after serving their tenth (lo"'), hfteenth (l5'), twentieth 
(20'1, twenty-fifth (25'), and thirtieth (30') year of employment. 
Year 
-
1 0"' 
1 5' 
20"' 
2Sh 
30' 
Amount 
$0.50 
$0.55 
$0.60 
$0.65 
$0.70 
Section 9. EfEctive July 1, 2002, all Employees who are regularly assigned to the 
second shift shall receive a shift differential of twenty-five ($.25) cents per hour and all Employees 
regularly assigned to the third shift shall receive a shift differential of thirty ($.30) cents per hour 
for all hours worked andlor paid while assigned to such duty. (Note: Shift Werential is not 
intended to apply for call-ins, snow removal or other "emergency" type work.) 
Section 1 0. Each service manager, mechanic and mechanic's helper shall receive a two 
hundred seventy dollar ($270.00) per year tool allowance. Such allowance shall be paid by July 
3 1 of each year. 
ARTICLE 20 - OVERTIME 
Section 1. Overtime shall apply to any work done by an Employee outside of his 
normally scheduled hours in any week of forty (40) hours worked or earned. All paid time shall 
count in the computation of overtime. 
Section 2. All overtime shall be paid at the rate of one and one-half(1 1/2) times the 
Employee's regular hourly rate. Employees shall have the option of taking overtime in either pay 
or compensatory time. If an Employee elects compensatory time in lieu of pay, he may 
accumulate such compensatory time to a maximum of forty (40) hours. Such time may be utilized 
by the Employee at his convenience, with the prior approval of his supervisor, whose approval 
shall not be unreasonably withheld. 
Section 3. All overtime shall be equally distributed as possible among all Employees 
within the respective department that is affected. An Employee's workday andlor work week will 
not be changed to avoid the payment of overtime, with the following exception: Should 
attendance at a seminar, workshop, training session, or such similar event be required, the 
following shall take effect: Only ifthe round-trip mileage to such required event be fifty (50) miles 
or greater, shall travel time be included in the workday. If it should be less than fifty (50) miles, 
only mileage will be paid. 
Section 4. Dispatcher Overtime Assignments: Overtime assignments for the 
dispatchers shall be handled in the following manner: 
1. If a regular 111 time dispatcher provides two (2) weeks or more notice of a leave 
request, the need for coverage will be posted and all regular full time dispatchers 
may volunteer to work the necessary overtime. If coverage cannot be provided 
under this provision, then the coverage will be provided by per diem dispatchers. 
2. Any short notice or emergency coverage will be assigned to per diem dispatchers 
on an as needed basis. 
3. All other provisions in Sections 1,2, and 3 above apply. 
ARTICLE 21 - CALL-IN PAY 
Section 1. Any Employee called into work prior to or after hidher regular workday 
shall be paid not less than four (4) hours pay at the Employee's overtime rate, but the Employer 
has the right to require the Employee to work for the four (4) hours. 
Section 2. Employees earning call-in pay shall be allowed to "bank" such pay, at the 
earned rate, fbr a period not to exceed two (2) years. Employees shall be allowed to collect such 
"banked" pay at any time with one (1) week's notice to the Employer. 
Section 3, WWTP WEEKEND COVERAGE. Weekend work shall be scheduled on 
an equitable rotating basis and shall involve payment of two (2) hours of overtime at the 
employee's then current overtime rate for each day of coverage. It is understood that this work 
shall include cleaning and raking the Plant racks, taking and recording necessary data fiom pumps 
and gauges, and doing other routine weekend maintenance. It shall ako include response to 
automatic call-ins which occurs while the employee is at the Plant or within three (3) hours before 
the day's check was scheduled, but in that event, the employee will be paid at his overtime rate for 
a minimum of two (2) hours or for the actual time involved ifsaid work exceeds two (2) hours. 
The employee scheduled for weekend monitoring and coverage shall be available by phone or 
beeper for emergency responses between the close of the Wastewater Treatment Plant Friday 
afternoon and the opening of the plant on Monday morning. He will be compensated fifty dollars 
($50.00) per weekend as ''beeper coverage". The employee scheduled for weekend monitoring 
shall also respond in the event of an emergency call fiom the Plant alarms and address any 
emergency as required. If emergency calls occur at a time when the employee is at the Plant, or 
within three (3) hours before his routine maintenance visit, his response sball not be considered a 
call-in. Otherwise, the emergency call-in shall be compensated pursuant to call-in provisions of 
this Agreement. 
Other bargaining unit members required to carry a beeper shall receive the same beeper coverage 
pay as WWTP employees. 
ARTICLE 22 - MILEAGE PAYMENTS 
Mileage driven by an Employee in the performance of Employer business shall be reimbursed by 
the Employer at the rate allowed by the rules and regulations of the Internal Revenue Service, 
providing the Employee has authorization in advance for the use of his personal vehicle. 
ARTICLE 23 - HOLIDAYS 
Section 1. The following days shall be designated paid holidays for all twelve (12) 
month Employees: New Year's Day, Presidents' Day, Good Friday, Memorial Day, Independence 
Day, Labor Day, Columbus Day, Veteran's Day, Thanksgiving Day, day after Thanksgiving Day, 
and Christmas Day. 
Section 2. When one of the above paid holidays falls on a Sunday, that holiday shall 
be observed on the following Monday by all Employees. 
Section 3, When one of the above paid holidays falls on a Saturday, that holiday shall 
be observed on the preceding Friday by all Employees. 
Section 4. If a holiday should fBl1 on the Employee's scheduled day 0% he will receive 
pay for that holiday or he will receive another day off which is mutually agreed upon by both 
parties. The Employee shall determine whether he or she shall receive pay or the day off as per 
above. The holiday shall be paid for at the straight time hourly rate. 
Section 5. In the event it becomes necessary for an Employee to work on any of the 
above holidays, or days that are specified in Sections 2 and 3 above, the Employee shall be 
granted pay at time and one-half his or her normal hourly rate for all hours worked in addition to 
his or her holiday pay. Employees required to work between 6:00 pm on December 24 and 6 am 
on December 26, shall be paid triple time for all time worked, resulting in the employee being paid 
only for the observed holiday(s). 
ARTICLE 24 - PERSONAL DAYS 
Each Employee shall be allowed two (2) personal leave days per year, credited on July First of 
each year. Newly hired Employees shall be credited with one-half (112) personal leave day after 
completion of each three (3) months of service prior to July First and with two (2) days on each 
July First following the date of initial employment. 
ARTICLE 25 VACATIONS 
Section 1. AU Employees shall receive an earned, paid vacation in accordance with the 
following schedule: 
Appointed by February First but less than 
one (1) year by June First 
One (1) full year of service, but less 
than five (5) years 
Five (5) fbll years of service, but less 
than ten (1 0) 
One (1) Week 
Two (2) Weeks 
Three (3) Weeks 
Ten (10) years of service or more Four (4) Weeks 
Section 2. Vacation schedules shall be determined in accordance with present practice 
and the following: Employees shall be allowed to schedule annual vacations during the month of 
May, and vacation schedules for the following June 1 through May 3 1 period shall be posted in 
each department. Seniority shall be the deciding factor for a vacation period, with the following 
exception: Any Employee who has prescheduled vacation, and less than thirty (30) days remain 
prior to the commencement of same, shall be entitled to that prescheduled vacation period, 
regardless of his seniority standing. (This Section shall in no way be interpreted to mean any 
Employee must preschedule annual vacation prior to May First). 
Section 3, Accumulated vacation time shall be paid, pro rata, at the time of 
termination of employment, whatsoever the reason for termination. 
Section 4. Employees hired prior to January 1, 1998, with five (5) or more years of 
service shall receive one (1) week pay at his or her base rate at the time of taking his or her 
vacation and Employees with ten (10) or more years of service shall receive two (2) weeks pay at 
his or her base rate at the time of taking his or her vacation. For any Employee hired on or after 
January 1, 1998, such Employee shall only be entitled to the benefit set forth above for 
Employees with ten (1 0) or more years of service. Such "vacation pay" shall be in addition to the 
Employee's regular wages or salary. Employees shall be allowed to receive such "vacation pay" 
at times requested other than taking vacation Such requests shall only be allowed after July 1. 
ARTICLE 26 - SICK LEAVE 
Section 1. Each Employee shall be permitted to accumulate sick leave to a maximum 
of one hundred sixty five (165) days, to be applied toward time off due to illness or injury to the 
Employee or to a member of the Employee's family with the approval of the Department Head or 
histher designee. 
Section 2. Sick leave shall be accumulated at the rate of one-fourth (114) day per 
week. 
Section 3. When continuous sick leave exceeds three (3) days, the Employer may 
require as a condition of payment, a statement fiom the Employee's doctor certdjmg the nature 
of the illness or injury and the probable period of disability. 
Section 4. When continuous sick leave exceeds thirty (30) days, the Employer may 
require the Employee to undergo a physical examination by a physician selected by the Employer 
and paid by the Employer, except during the Employee's h a 1  year of employment. 
Section 5. Upon the death or at the time of any retirement, the Employee or hisher estate 
shall be paid for accumulated, unused sick leave, the Employee shall have the option of taking the 
payment as cash or of leaving the same with the Employer to pay for health insurance subsequent 
to age sixty five (65). 
With ten to twenty (1 0 to 20) years of service, Employee (or estate representative) may receive a 
payment of $25.00 per day for accumulated sick leave. Employee shall have the right, in lieu of 
receiving the payout, to leave said amount with the Employer to pay toward the Employee's 
hture health insurance contributions (COBRA) for healthhospital coverage. 
For employees hired before July 1,2000, with twenty (20) or more years of service, Employee (or 
estate representative) may receive ninety percent (90%) of his/her accumulated sick leave at the 
then current per diem rate if paid at retirement or death, or Employee may leave said sum or a 
portion thereof in escrow with the Employer for payment of the Employee's firture health 
insurance premium contributions. 
For employees hired on or after July 1,2000, with twenty (20) or more years of service, 
Employee (or estate representative) may receive sixty-five percent (65%) of hidher accumulated 
sick leave at the then current per diem rate if paid at retirement or death, or Employee may leave 
said sum or a portion thereof in escrow with the Employer for payment of the Employee's future 
health insurance premium contributions. 
ARTICLE 27 - BEREAVEMENT LEAVE 
Section 1. Each Unit member shall be allowed up to three (3) days leave of absence 
with full pay in the event of death of the Unit member's father, mother, sister, brother, spouse, 
child, tither-in-law, mother-in-law, grandchild, grandparent, grandparent of spouse, step-child, 
step parents, sister-in-law, or brother-in-law. 
Section 2. Payment for such leave is granted only if such leave falls on scheduled 
work days up to and not to excess of three (3) days to the day of interment, provided said Unit 
member attends the h e r d  and fbrnishes proof thereof if requested by the Employer. 
Section 3. One (1) day leave of absence without pay to attend the fbneral of a close 
fiend or associate will be granted, provided adequate notice is given. 
ARTICLE 28 - MATERNITY LEAVE 
Maternity leave shall be granted in the' same manner as other sickness and disability leaves are 
granted under the terms of this Agreement and in accordance with law. 
ARTICLE 29 - EDUCATIONAL LEAVE 
All Employees shall be eligible for up to one (1) year leave of absence without pay for educational 
or training purposes with the consent of the Department. Head and the designated representative 
of the City upon the completion of one (1) year of service. 
ARTICLE 30 - COMPENSATORYLDISABILITY LEAVE 
Any Employee necessarily absent due to a compensatory injury or disease as defined by the New 
York State compensation Law, may at his discretion, draw accumulated sick leave or any of the 
above benefits. 
ARTICLE 31 - JURY DUTY 
Any Employee serving as a juror or .waiting in court for selection shall receive the d i c e  
between his or her jury pay and his or her regular daily wage. 
ARTICLE 32 - DISCIPLINARY PROCEDURE 
Section 1. The disciplinary procedure for incompetency or misconduct prescribed in 
this Article shall be available to all Unit members as an alternative to the procedure prescribed in 
Section 75 and Section 76 of the New York State Civil Service Law. 
A. Said Employees shall include all those Employees who have completed at least six 
(6) months of continuous service with the City, in either competitive, non- 
competitive or labor-class employment. 
B. An Employee shall have the right to choose either, but not both, alternative 
procedures to grieve such disciplinary action 
Section 2, In the event the City Manager or hidher designee sees fit to impose 
disciplinary action on an Employee, notice of such d i s c i p h q  action and the proposed sanction 
shall be specified in the notice of discipline. 
A. The Union shall be advised by registered or certified mail that said notice of 
discipline has been served on an Employee, within forty-eight hours of service. 
B. Said notice of discipline shall be accompanied by a written statement that: 
1. An Employee served with a notice of discipline has the right to object by 
filing a grievance within eight (8) days or by exercising his rights under 
Section 75 andlor 76 of the New York State Civil Service Law. 
2. In the event said Employee does object, then he must file with the City 
Manager, written notice of his choice of procedure, subject to the 
provisions of Section (1) hereof, with the Employer and the Union no later 
than the eighth (8fi) day after receiving such notice of discipline. 
3. The disciplinary grievance procedure provides for a hearing by an 
independent arbitrator at its final stage. 
4. Whenever an Employee is under investigation for alleged misconduct or 
incompetency which may reasonably lead to disciplmary action, the 
Employee shall be informed before the commencement of any interview 
that he may have Union representation and he shall be given a reasonable 
period of time under the circumstances to have a Union representative 
present during the interview. 
5. The Employee also has the right to be represented by the Union, an 
attorney, or other representative at every stage of the proceeding after 
charges have been served. 
C. An Employee who has been served with a notice of discipline may be suspended 
without pay for a period not to exceed thirty (30) days, unless the charges deal 
with a violation of the City's drug and alcohol policy in which case the suspension 
may be for a period of ninety (90) days pending a determination on the charges. 
Section 3. Grievance 
A. An Employee may grieve a notice of discipline at Step 2 of the Grievance 
Procedure prescribed in Article 33 hereof, by requesting a meeting with the City 
Manager or hidher designee, as prescribed therein, no later than eight (8) days 
after receiving said notice of discipline. Said meeting, at which such Employee or 
his representative shall respond to said notice of discipline, shall be held no later 
than five (5) working days after receipt of said request by the City Manager or 
hidher designee. The City Manager or M e r  designee shall render a decision no 
later than five (5) working days after such a meeting.. 
B. A grievance may be settled at any stage of the disciplinary grievance procedure. 
The terms of the settlement shall be agreed to in writing, and be signed by the unit 
president or the Labor Relations Specialist of the Union and the involved 
Employee, as well as the City Manager or hidher designee. 
C. If the disciplinary grievance is not resolved, it shall move to the final step of the 
grievance process to be heard in an expedited manner by one of the panel of 
arbitrators designated under Article 33. 
D. If the Employee fkds to request a hearing or to grieve the notice of discipline as 
required in this Article, then the grievance shall be deemed abandoned and 
untimely and shall be resolved against the Employee as if admitted on the merits. 
E. If the Employer kils to make a decision within the required time period, the 
grievance may be moved to arbitration. 
ARTICLE 33 - GRIEVANCEIARBITRATION PROCEDURE 
Section 1, Scope and Procedure. Any dispute arising concerning the interpretation or 
application of the terms of this Agreement, shall be processed in accordance with the following 
procedure. 
Section 2. Definitions. 
1. The following terms shall be construed as follows: 
"Department" shall mean any division of Corning City Government of which the 
principal officer or Employee has the power of appointment of Employees. 
"Department Head" shall mean the person having the power of appointment as 
stated in Paragraph (A). 
"Employee" shall mean any person in the unit covered by this Agreement. 
"Employer" shall mean the City Manager or hidher designee with authority to 
review and resolve grievances. 
"Union" shall mean the bargaining unit at large. 
"Grievance" is a complaint by any Employee or group of Employees in the unit, 
which is pursued by the Union, concerning an alleged misinterpretation or 
misapplication, of an express provision of this Agreement, and/or concerning the 
safety of the Employees pertaining to working conditions. 
"Days" shall mean all days other than Saturdays, Sundays, and Holidays which 
shall be excluded in computing the number of days within which action must be 
taken or notice given within the terms of this procedure. 
2. Rights of the Grievant: 
A. Within 10 days of a written request, the grievant shall have access to all written 
statements, records and materials relating to the grievance, with the exception of 
special brief& internal notes or similar documentation prepared for or by the City 
Manager, City Attorney or Counsel for the City in preparation for or summarizing 
the hearing. 
3. Rightsoftheunion: 
A. Within a reasonable time of a written request and at least one week in advance of 
any hearing, the Union shall have a copy of any grievance, including supporting 
materials and of any decision rendered pursuant to this procedure. 
B. The Union shall have the right to submit briefk for the grievant to support or refute 
allegations of any party in a grievance. 
Section 3. Presentation of a Grievance 
1. An Employee who claims to have a grievance shall discuss the grievance with his division 
supervisor in an attempt to resolve the disputed subject within ten (10) working days of 
the occurrence or when an Employee is aware of a disputed subject. If the aggrieved 
party is not satisfied with the response of the division supervisor, the employee may 
discuss the grievance with his Department Head within ten (10) working days of the initial 
occurrence or when the Employee is aware of the disputed subject. 
2. If the aggrieved party is not satisfied with the verbal answer of the Department Head, the 
grievance shall be reduced to writing and submitted to the City Manager within five (5) 
working days of said verbal answer. 
3. Upon receipt of the grievance, the City Manager or hidher designee shall meet with the 
aggrieved party and the Union President, or his/her designee, within ten (10) working days 
to discuss and attempt to resolve the dispute. The City Manager or his/her designee shall 
issue a written answer to the grievance within five (5) working days kom the date of the 
meeting. Copies of the written answer are to be sent to the Union President. 
4. As the final step of the grievance process, if the CSEA is not satisfied with the answer 
issued by the City Manager or his/her designee, the CSEA shall file with the City Manager 
a Notice of Intent to Arbitrate in writing within ten (10) working days of receipt of the 
written answer and request a hearing before an arbitrator pursuant to Section 4 hereof. 
5. Timeliness: 
A. In the event of the unexcused Mure on the part of the aggrieved party to be 
timely, the grievance shall be deemed to be withdrawn on the merits. 
B. If the Employer or his representative M to make a decision within the required 
time period, the grievance may be moved to arbitration. 
C. The parties may mutually agree to extend any of the time limits provided by this 
Agreement. 
Section 4 Arbitration 
The unresolved grievance, or an election to have a hearing on disciplinary charges under 
this Collective Bargaining Agreement shall be considered and submitted for arbitration by 
the filing of a Notice of Intent to Arbitrate. 
The parties agree that such dispute shall be heard by one of a panel of six (6) permanent 
arbitrators established by the parties as follows: 
Thomas Rinaldo Stuart Pohl 
James R. McDonnell Michael S. Lewandowski 
James Markowitz Ben Falcigno 
The panel of arbitrators' names above shall hear disputes between the parties in rotation 
order. Should any panel member not be available to hear a disciplinary case within a forty- 
five (45) calendar day time period, or sixty (60) days for a contractual grievance, the next 
available panel member shall be named as the arbitrator for the instant case and the 
rotation shall continue ftom that panel member to the next arbitrator. 
The arbitrator shall have no power to add to, subtract fiorn or modify any provisions of 
this Agreement and awards may not be retroactive beyond the date the grievance was 
originally filed. 
All decisions of the arbitrator shall be final and binding upon the parties. However, in the 
event either party determines that the arbitrator has varied the terms or illegally interpreted 
the terms of the Bargaining Agreement between the parties, then only such aggrieved 
party shall have the right to submit that sole issue to the Court for final judicial 
determination, and the Court shall have the jurisdiction of that particular issue. 
All costs, with the exception of judicial court costs, related to the arbitration process shall 
be equally shared by the Union and the City. 
ARTICLE 34 - CLOTHING 
All Employees involved in outdoor service who do not already have, and all new Employees, shall 
be fbrnished the following: Rain gear (coats, pants, boots), hip boots, coveralls or coats and 
pants, gloves, hard hats, and safety shoes. Each Employee shall be responsible for items issued to 
him. All items will be replaced by the City upon the turning in of original issue when needed. If 
such item is not turned in, the individual Employee shall be responsible for the replacement. 
ARTICLE 35 - PERSONNEL FILES 
Section 1. No material related to an Employee's conduct, performance, character or 
personality which is derogatory in nature shall be placed in an Employee's personnel file without 
notification to the Employee. The Employee shall be given an opportunity to read such material 
and shall acknowledge that he or she has read such material by a£lixjng his or her signature on the 
material to be filed, with the understanding that such signature merely signifies that the Employee 
has read such material and does not indicate agreement with its contents. 
Section 2. An Employee who has derogatory material lodged against him or her shall 
have such material deleted fiorn his or her personnel file when the material has been determined 
invalid by normal grievance procedure, civil court action, formal or informal hearings with the 
Employer's representatives or other types of procedures under the Civil Service Law, whichever 
is deemed appropriate by the Employee. 
Section 3. An Employee shall have an opportunity to review his or her personnel file 
in the presence of a representative of the Employer upon five (5) days notice and to place in such 
file a response of reasonable length to anything contained therein which the Employee deems to 
be adverse. 
Section 4. The Employer agrees that there shall be no more than one (1) personnel file 
on any Employee covered by this Agreement, and such file will be maintained in the Personnel 
Office. 
ARTICLE 36 - NEW YORK STATE OPERATORS LICENSES 
Employee's in the following positions shall be required to hold a valid New York State Class "A" 
Operators License: 
Heavy Equipment Operator' 
Working Supervisora 
Water Maintenance Supervisor* 
Employee's in the following positions shall be required to hold a valid New York State 
Class " B  Operators License: 
Motor Equipment Operator 
Water Maintenance Worker 
Sewer Maintenance Worker 
Automotive Mechanic 
Head Automotive Mechanic 
WaterWastewater Plant Operator" 
Employee's in the following positions shall be required to hold a valid New York State 
Class " D  Operators License: 
~aborer"' 
Custodial Worker 
Water Meter Reader 
Grounds Keeper 
Sign Maintenance Worker 
Mainte~mce Mechanic 
Recreation Assistant 
Recreation Leader 
Assistant Code Enforcement Officer 
Fleet Services Manager 
Engineering Aide 
WatedWastewater Plant Operator Trainee 
Employees hired prior to July 1,2000 shall be required to hold a New York State Class 
B Commercial Driver's License. 
" Dave Hamrnond shall be required to hold a New York State Class D Driver's License as 
long as he holds the position of Water Plant Operator. 
"' Employees hired prior to July 1,2000 shall not be required to hold a New York State 
Class D Driver's License. 
For commercial driver's license exams, the City of Corning shall provide appropriate vehicles for 
the road portion of the employee's driving test and shall pay the appropriate fee for the first 
written and road examination. The City will make a good faith attempt to allow employees to 
practice and take the necessary examinations during working hours. However, the employees 
shall not be paid for practice or examination time associated with obtaining the appropriate 
driver's license which may be necessary outside the normal working hours. 
If any employee is required to hold a "Tank" or "Hazmat"endorsernent as directed by hidher 
supervisor, the employee shall be allowed a reasonable amount of time to secure such 
endorsement and shall be compensated on July 1" of each year, $25.00 for each endorsement held. 
ARTICLE 37 - DURATION 
This Agreement, and any amendments made and annexed hereto, shall commence on July 1,2003, 
and shall continue in full force and effect until midnight, June 30,2006. 
FOR THE CITY: FOR THE CSEA: 
Mark L. ~ ~ c k m g d  
- 
@ate) Terry hatcraft,  ~ E A  (Date) 
City Manager Unit 8702 President 
4llulos 
(Date) 
APPENDIX A 
Pay Scale 5/2/03 
Step 
1 
2 
3 
4 
5 
10 
15 
20 
25 
30 
Step 
1 
2 
3 
4 
5 
10 
15 
20 
25 
30 
Step 
1 
2 
3 
4 
5 
10 
15 
20 
25 
3 0 
Yrs 
0-1 
2-3 
4-5 
6-7 
8-9 
1 0-1 4 
15-1 9 
20-24 
25-29 
30+ 
Yrs 
0- 1 
2-3 
4-5 
6-7 
8-9 
10-14 
15-19 
20-24 
25-29 
30+ 
Yrs 
0- 1 
2- 3 
4-5 
6-7 
8-9 
10-1 4 
15-19 
20-24 
25-29 
30+ 
Grade I Laborer,Custodial Worker 
2003-2004 2004-2005 2005-2006 
8.60 8.86 9.12 
9.04 9.31 9.59 
9.48 9.76 10.05 
9.91 10.21 10.52 
10.35 10.66 10.98 
10.90 11.23 1 1.56 
11 SO 11.85 12.20 
12.16 12.52 12.90 
12.87 1 3.26 13.65 
13.64 14.05 14.47 
0% 3% 3% 
Grade II Clerk, Typist 
2003-2004 2004-2005 2005-2006 
9.04 9.31 9.59 
9.48 9.76 10.05 
9.91 10.21 10.52 
10.35 10.66 10.98 
10.79 11.11 1 1.45 
1 1.34 11.68 12.03 
11.94 12.30 12.67 
12.60 12.97 13.36 
13.31 13.71 14.12 
14.08 14.50 14.93 
0% 3% 3% 
Grade Ill Account Clerk,Cashier,Water Meter Reader, 
Groundskeeper,Wastewater Treatment Plant 
AttendantSgn Maintenance Worker, 
Maintenance Worker 
2003-2004 2004-2005 2005-2006 
9.1 5 9.42 9.70 
9.58 9.87 10.17 
10.02 10.32 10.63 
10.46 10.77 11.10 
10.90 11.23 11.56 
11.45 1 1.79 12.14 
12.05 12.41 12.78 
12.71 13.09 13.48 
13.42 13.82 14.24 
14.19 14.61 15.05 
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1 
2 
3 
4 
5 
10 
15 
20 
25 
30 
step 
1 
2 
3 
4 
5 
10 
15 
20 
25 
30 
Step 
1 
Yrs 
0-1 
2-3 
4-5 
6-7 
8-9 
10-14 
1 5-1 9 
20-24 
25-29 
30+ 
Yrs 
0-1 
2-3 
4-5 
6- 7 
8-9 
10-1 4 
15-1 9 
20-24 
25-29 
30+ 
Grade IV Account ClerWypist,Senior Typist,Senior Clerk,Motor Equipment 
Operator,Emergency Services Dispatcher,Automotive Mechanic's 
Helper,Maintenance Mechanic,Recreation Attendant,Water 
Maintenance Worker,Sewer Maintenance Worker,Assessing Clerk 
2003-2004 2004-2005 2005-2006 
9.48 9.76 10.05 
9.91 10.21 10.52 
10.35 10.66 10.98 
10.79 11.11 11.45 
11.23 11.56 11.91 
11.78 12.13 12.49 
12.38 12.75 13.13 
13.04 13.43 13.83 
13.75 14.16 14.58 
14.51 14.95 15.40 
0% 3% 3% 
Grade V Heavy Equipment Operator,Senior Account Clerk,Automotive 
Mechanic,Water/Wastewater Plant Operator Trainee 
2003-2004 2004-2005 2005-2006 
10.06 10.36 1 0.67 
10.49 10.81 11.13 
10.93 1 1.26 1 1.60 
11.37 11.71 12.06 
11.81 12.16 12.53 
12.36 12.73 13.11 
12.96 13.35 13.75 
13.62 14.02 14.44 
14.33 14.76 15.20 
15.09 15.55 16.01 
0% 3% 3% 
Grade VI Assistant Forernan,Head Automotive Mechanic, 
WaterNVastewater Plant Operator,Recreation Leader, 
Senior Account ClerklTypist 
2003-2004 2004-2005 2005-2006 
10.38 10.70 11.02 
10.82 11.15 1 1.48 
1 1.26 11.60 11.95 
11 .70 12.05 12.41 
12.14 12.50 12.88 
12.68 13.07 13.46 
13.29 13.69 14.10 
13.94 14.36 14.79 
14.66 15.1 0 15.55 
15.42 15.89 16.36 
0% 3% 3% 
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Step 
1 
2 
3 
4 
5 
10 
15 
20 
25 
30 
Yrs 
0- 1 
2-3 
4-5 
6-7 
8-9 
10-14 
15-19 
20-24 
25-29 
30+ 
Grade VII Working Supe~sor,Water Maintenance Supervisor, 
Engineering Aide 
2003-2004 2004-2005 2005-2006 
11.72 12.07 12.43 
12.16 12.52 12.90 
12.60 12.97 13.36 
13.04 13.43 13.83 
13.47 13.88 14.29 
14.02 14.44 14.87 
14.62 15.06 15.51 
15.28 15.74 16.21 
15.99 16.47 16.97 
16.76 17.26 17.78 
0% 3% 3% 
yr 10 = $.50 per hour 
yr 15 = $.55 per hour 
yr 20 = $.60 per hour 
yr 25 = $.65 per hour 
yr 30+ = $.70 per hour 
Grade Vlll Fleet Service ManagerData Processing Coordinator, 
Assistant Code Enforcement Officer 
2003-2004 2004-2005 2005-2006 
13.40 13.80 14.21 
13.83 14.25 14.68 
14.27 14.70 15.14 
14.71 15.15 15.61 
15.15 15.60 16.07 
15.70 16.17 16.65 
16.30 16.79 17.29 
16.96 17.47 17.99 
17.67 18.20 18.74 
18.44 18.99 19.56 
0% 3% 3% 
APPENDIX B 
'ION OF: DISABILITY INSURANCE PROVIDED IN THIS AGREEMENT 
The Employer has decided to self-insure in regards to disability. 
This will be accomplished by placing $7,000.00 per year for five 
years in an interest-bearing disability account. A minimum 
balance of $35,000.00 will be kept in this account and replenished 
as needed, if needed. 
ITEM 1. Claim Payment schedule - disability claims will be paid 
at fifty per cent (50%) of actual earnings (based on past eight 
weeks excluding vacation. overtime, misc., etc.) . Benefits are 
not paid for the first seven days of any period of disability. 
Benefits begin with the eighth consecutive day of disability and 
continue for a maximum of twenty-six weeks during any consecutive 
fifty-two week period. 
ITEM 2 .  Claim Submission procedure - disability claims must be 
submitted to Personnel with a medical doctor's statement of: 
a. type of disability 
b. specific term of disability 
c. starting date 
d. estimated ending date 
A disability claim form, which can be obtained from the Personnel 
Department, must be signed by the appropriate department manager 
and given to Personnel. Personnel will then authorize and forward 
to the Chamberlain's Office for payment from the "disability fundN 
on a weekly basis for the defined term of disability. 
ITEM 3 .  Sick days - an employee's accumulated sick days can be 
used in lieu of disability but not in conjunction with disability. 
ITEM 4. Coverage - disability coverage applies to participating 
"CSEA" Unit members only. 
APPENDIX C 
LABOR-MANAGEMENT COMMITTEE 
The Committee will meet once per quarter, at a time and place to be decided by the two chair- 
persons (City Manager and Unit President), and may meet more often by mutual agreement. The 
agenda for the meeting will be forwarded to the other party by the chairpersons of each group at 
least seven (7) days prior to the meeting date. Additional items may be added to the agenda, by 
mutual agreement of the Chairs. 
APPENDIX D 
DRUG AND ALCOHOL TESTLNG PROGRAM 
FOR INFORMATION OR QUESTIONS ON THE FOLLOWING PROGRAM CONTACT THE 
PROGRAM COORDINATOR ED CASTELLANA AT 607-776-9631 OR IN HIS ABSENCE 
ROBERT BIEHL AT 607-776-963 1. 
IN ORDER TO COMPLY WITH CFR 49 PART 40 AND 382 THE CITY OF CORNING WILL 
ADOPT THE FOLLOWING PROGMM. 
FEDERAL STANDARDS WILL APPLY TO ALL CITY EMPLOYEES BUT ONLY CDL 
(COMMERCIAL DRNERS LICENSE) HOLDERS WILL BE SUBJECT TO THE TESTING. 
A. TESTING: 
1 .  PRE-EMPLOYMENT TESTING: 
REQUIRED FOR ANY NEW EMPLOYEE COMING INTO A POSITION, 
THAT REQUIRES A CDL. A NEW EMPLOYEE WILL PAY FOR THE COST 
TO ADMINISTER THE TEST IF THE TEST RESULTS ARE POSITIVE. 
2. POST-ACClDENT: 
REQUIRED WHEN AN ACCIDENT INVOLVES A FATALITY OR DRIVER IS 
ISSUED A TICKET FOR A MOVING VIOLATION AS A RESULT OF AN 
, ACCIDENT. 
a. ALCOHOL TEST MUST BE DONE WITHIN 8 hrs. 
b. DRUG TEST MUST BE DONE WITHIN 32 hrs. 
3.  RANDOM: 
50% OF CDL HOLDERS TESTED FOR DRUGS AND 25% TESTED FOR 
ALCOHOL. PERCENTAGES CAN CHANGE FROM YEAR TO YEAR AS 
DETERMINED BY FHWA (FEDERAL HIGHWAY ADMINISTRATION). 
4. REASONABLE SUSPICION: 
ANY CDL HOLDER CAN BE REQUIRED TO SUBMIT TO A TEST ONCE 
HISIHER IMMEDIATE SUPERVISOR HAS MADE A DETERMINATION 
THAT THE EMPLOYEE IS UNDER THE INFLUENCE OF DRUGS OR 
ALCOHOL AS OUTLINED IN THE TRAINING TO BE GIVEN TO EACH 
SUPERVISOR. THE SUPERVISOR TRAINING WILL CONFORM TO CFR 49 
PART 382.603. 
5. RETURN-TO DUTY: 
REQUIRED BEFORE ANY EMPLOYEE WITH A POSITIVE DRUG TEST OR 
A POSITIVE ALCOHOL TEST Al3OVE .04 CAN RETURN TO WORK. 
6.  FOLLOW-UP TESTING; 
AN EMPLOYEE WITH A POSITIVE DRUG TEST OR A POSITIVE 
ALCOHOL TEST ABOVE .04 WILL BE SUBJECT TO A MTNI'MUM OF 6 
UNANNOUNCED TESTS WITHIN 12 MONTHS FOLLOWING RETURN TO 
WORK. TESTING CAN CONTINUE FOR UP TO 60 MONTHS BASED ON 
THE RECOMMENDATIONS OF A SAP (SUBSTANCE ABUSE 
PROFESSIONAL). 
7. UNAUTHORIZED CONTROLLED SUBSTANCES: 
THE CITY WILL TEST FOR THE PRESENCE OF THE FOLLOWING DRUGS: 
MARIJUANA, COCAINE, AMPHETAMINES, OPIATES, AND PHENCYCLIDINE 
(PCP). THE CITY WILL ALSO TEST FOR THE PRESENCE OF ALCOHOL 
LEVELS OF .02% OR GREATER. IF THE CITY DESIRES TO TEST FOR ANY 
OTHER DRUG UNDER FEDERAL TESTING PROTOCOLS, ADVANCE, 
WRITTEN APPROVAL FROM THE SECRETARY OF THE DEPARTMENT OF 
HEALTH AND HUMAN SERVICES IS REQUIRED, BUT THE CITY RESERVES 
THE RIGHT TO SEEK SUCH APPROVAL. 
B. TRAINING: 
1 .  .: ALL CDL HOLDERS WILL RECEIVE A MINlMUM OF 1 hr. OF TRAINING 
COVERING THIS PROGRAM AND TESTING PROCEDURES. 
2. ALL SUPERVISORS WILL RECEIVE A MINIMUM OF 2 hr. OF TRAINING 
COVERING THIS PROGRAM, 'ESTING PROCEDURES AND HOW TO 
RECOGNIZE A PERSON WHO IS USING ALCOHOL OR DRUGS. 
C. INDIVIDUAL'S NOTIFICATION TO BE TESTED: 
1. ED CASTELLANA OR ROBERT RIEHL WILL CONTACT INDIVIDUALS BY 
PHONE AND W O R M  THEM OF WHEN AND WHERE TO REPORT FOR 
TESTING. 
2. INDIVIDUAL'S SUPERVISOR WILL ALSO BE WORMED BY EITHER 
MESSRS. ED CASTELLANA OR ROBERT BIEHL. 
D. TRANSPORTATION TO AND FROM TEST SITE: 
I .  INDIVIDUALS WILL USE A CITY VEHICLE WHENEVER POSSIBLE. 
2. VEHICLE SHOULD BE SMALLEST VEHICLE AVAILABLE. 
3. IN THE EVENT ANY EMPLOYEE TESTS ABOVE .02 FOR ALCOHOL OR 
TESTS POSITIVE FOR DRUGS, THAT INDIVIDUAL WILL NOTIFY THE 
PUBLIC WORKS SUPERINTENDENT AND/OR HISIHER DESIGNEE AND WILL 
WAIT AT THE TEST SITE FOR TRANSPORTATION BACK TO WORK SITE. 
DRUG TESTING: 
I .  REFUSAL TO BE TES'WB WLL BE CONSIDERED INSUBORDINATION AND 
GROUNDS FOR DISMISSAL AND M4Y RESULT IN TERMINATION. 
a. FAlLURE TO ARRIVE AT THE TEST SITE BY THE TIME 
SPECIFIED WILL BE CONSIDERED A REFUSAL, AND HENCE 
SUBJECT THE EMPLOYEE TO DISCTP1,INARY PROCEEDINGS. 
b ADDITIONALLY, THE EMPLOYEE SHALL NOT BE ALLOWED TO 
PERFORM OR CONTINUE TO PERFOKM SAFETY-SENSITIVE 
FUNCTIONS. 
2. POSITIVE TEST. 
a. MRO (MEDICAL REVIEW OFFICER) WILL CONTACT 
PERSON TO SEE IF ANYTHING COULD HAVE CAUSED A 
POSITIVE TEST OTHER THAN DRUGS. 
b. EMPLOYEE HAS 72 hrs.TO REQUEST SECOND SAMPLE BE 
TESTED BY ANOTHER LAB. 
c. EMPLOYEE SHALL BE PLACED ON IMMEDIATE LEAVE. 
(1) FIRST OFFENSE: THE EMPLOYEE MAY USE SICK 
LEAVE OR PERSONAL TIME UNTIL ALL OF SUCH 
TIME IS EXHAUSTED AND'.THEN HEISHE SHALL BE 
PLACED ON UNPAID J.,EA\~E UNTIL CERTIFIED TO 
RETURN TO WORK. THE EMPLOYEE SHALL BE 
REEFXRED TO A SUBSTANCE ABUSE PROFESSIONAL 
(SAP) AND SHALL BE REQUIRED TO COMPLY WITH 
ALL RECOMMENDATIONS MADE BY THE SAP. THE 
EMPLOYEE SHALL SIGN A CONSENT TO ALLOW THE 
CITY TO HAVE ACCESS TO INFORMATION WHICH 
WOULD CONFIRM WETHER THE EMPLOYEE IS 
COMPLYING WlTH THE RECOMMENDATIONS OF THE 
SAP, AND ALSO ALLOW ACCESS TO MFORMATION 
CONCERNING HIS PROGRESS AND HIS COMPLETION 
OF ANY PROGRAM RECOMMENDED BY THE SAP. AT 
THE CITY'S OPTION, IT MAY ALLOW THE EMPLOYEE 
TO RETURN TO WORK, BEFORE HE IS CERTIFIED FOR 
CDL OPERATIONS, BUT IN THAT EVENT, HE SHALL 
RETURN TO WORK AT THE GRADE LEVEL OF 
LABORER UNTIL CDL RESTRICTIONS ARE LIFTED. 
(2.) SECOND OFFENSE: A SECOND POSITIVE TEST 
OCCURRING WITHIN FIVE (5) WITHIN THE 
DATE OF THE ORIGINAL TEST WILL BE GROUNDS 
FOR DISMISSAL AND THE CITY MAY PROCEED 
UNDER THE DISCIPLINARY PROCEDURE OF THE 
COLLECTIVE BARGAINING AGREEMENT. 
NOTWITHSTANDING THE PROVISIONS OF THE 
COLLECTIVE BARGAINING AGREEMENT, THE CITY 
MAY SUSPEND THE EMPLOYEE, WITHOUT PAY, FOR 
UP TO NINETY (90) DAYS PENDING A RESOLU'TION 
OF THE DISCIPLR\JARY CHARGES. 
3. EMPLOYEE RETURN TO WORK. 
WHEN A NEGATIVE TEST IS CONDUCTED & SAP HAS 
CONFIRMED THAT EMPLOYEE IS CONFORMING TO THE 
EVALUATION. 
F. ALCOHOL TESTING: 
I .  TEST WITH A RESULT OF LESS THAN .02 WILL BE CONSIDERED A 
NEGATIVE TEST. 
2. REFUSAL TO BE TESTED WILL BE CONSIDERED INSUBORDINATION AND - 
GROUNDS FOR DISMISSAL AND MAY RESULT IN TERMINATION. 
a. FAILURE TO ARRIVE AT THE TEST SITE BY THE TIME 
SPECIFIED WILL BE CONSIDERED A REFUSAL, AND HENCE 
SUBJECT THE EMPLOYEE TO DISCIPLINARY PROCEEDINGS. 
b. ADDITIONALLY, THE EMPLOYEE SHALL NOT BE ALLOWED 
t TO PERFORM OR ' C O N T W  TO PERFORM SAFETY- 
SENSITIVE FUNCTIONS. 
3. TEST OF .02 BUT LESS THAT .04 
a. EMPLOYEE SHALL BE PLACED ON IMMEDIATE LEAVE 
FROM THE JOB UNTIL THE START OF THE EMPLOYEE'S 
NEXT REGULARLY SCHEDULED DUTY PERIOD, BUT NOT 
LESS THAN TWENTY-FOUR (24) HOURS FOLLOWING THE 
ADMINISTRATION OF THE TEST. 
(1) FIRST OFFENSE: THE EMPLOYEE SHALL BE 
SUSPENDED FOR THE DAY BUT, MAY USE SICK 
LEAVE OR PERSONAL TIME. IF SUCH TIME HAS 
BEEN EXHAUSTED, THEN THE EMPLOYEE WlLL NOT 
BE PAID FOR THE DAY. ADDITIONALLY, SUCH AN 
OFFENSE SHALL RESULT IN AN INCIDENT REPORT 
BEING INCLUDED IN THE EMPLOYEE'S PERSONNEL 
FILE. 
(2 )  SECOND OFFENSE: FOR A SECOND SUCH OFFENSE 
OCCURRING WITHIN FIVE (5) YEARS FROM THE 
DATE OF THE ORIGINAL OFFENSE, THE EMPLOYEE 
SHALL BE PLACED ON IMMEDIATE LEAVE FOR 
THREE (3) DAYS W1 THOUT PAY. 
(3) THIRD OFFENSE: FOR A THIRD OFFENSE OCCURRING 
WITHIN FIVE (5) YEARS OF THE DATE OF THE 
ORIGINAL OFFENSE, THE EMPLOYEE SHALL BE 
SUBJECT TO DISMISSAL, PURSUANT TO THE 
DISCIPLINARY PROCEDURE OF THE COLLECTIVE 
BARGAINING AGREEMENT. 
3. TEST AT .04 OR ABOVE 
a. EMPLOYEE SHALL BE PLACED ON IMMEDIATE LEAVE. 
(1) FIRSTOFFENSE: THE EMPLOYEE SHALL BE 
SUSPENDED, BUT MAY USE SICK LEAVE OR 
PERSONAL TIME, PROVIDED THAT EMPLOYEE 
PARTICIPATES IN A SAP AS REQUIRED BELOW. IF 
SUCH TIME HAS BEEN EXI-TAUSTED, THEN THE 
EMPLOYEE SHALL BE PLACED ON UNPAID LEAVE 
UNTIL CERTIFIED TO RETURN TO WORK. 
ADDITIONALLY THE EMPLOYEE SHALL BE 
REFERRED TO A SAP AND SHALL BE REQUIRED TO 
COMPLY WITH ALL RECOMMENDATIONS MADE BY 
THE SAP. THE EMPLOYEE SHALL SIGN A CONSENT 
TO ALLOW THE CITY TO HAVE ACCESS TO 
INFORMATION WHICH WOULD CONFIRM WHETHER 
THE EMPLOYEE IS COMPLYING WITH THE 
RECOMMENDATIONS OF THE SAP AND ALSO ALLOW 
ACCESS TO NFORMATION CONCERNING HIS 
PROGRESS AND COMPLETION OF ANY PROGRAM 
RECOMMENDED BY THE SAP. AT THE CITY'S 
OPTION, IT MAY ALLOW THE EMPLOYEE TO RETURN 
TO WORK BEFORE HE IS CERTIFIED FOR CDL 
OPERATION, BUT IN THAT EVENT, HE SHALL 
RETURN TO WORK AT THE GRPLDE LEVEL OF 
LABORER UNTIL CDL RESTRICTIONS ARE LIFTED. 
( 2 )  SECOND OFFENSE: A SECOND OFFENSE OCCURRING 
WiTH A FIVE (5) YEAR PERIOD, WILL BE GROUNDS 
FOR DISMISSAL AND THE CITY MAY PROCEED 
UNDER THE DISCIPL?NARY PROCEDURE OF THE 
COLLECTIVE BARGAINING AGREEMENT. 
NOTWITHSTANDING THE PROVISIONS OF THE 
COLLECTIVE BARGAlMNCT AGREEMENT, THE CITY 
MAY SUSPEND THE EMPLOYEE, WITHOUT PAY, FOR 
UP TO NINETY (90) DAYS PENDING A RESOLUTION 
OF THE DISCIPLINARY CHARGES. 
5. EMPLOYEE RETURN TO WORK. 
a. UPON BEING TESTED WITH A LEVEL BELOW -02. 
b. SAP HAS CONFIRMED THAT EMPLOYEE IS CONFORMING 
TO THE EVALUATION. 
